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Tämä opinnäytetyö on toteutettu yhteistyössä Radisson Blu Leedsin kanssa, joka on osa The 
Rezidor Hotel Groupia. Radisson Blu Leeds on yksi ketjun neljäntähden hotelleista Iso- 
Britanniassa. The Rezidor Hotel Group on toteuttanut omaa Responsible Business –
ohjelmaansa vuodesta 2001. Kyseinen ohjelma sisältää kolme pääaluetta: työntekijöiden ja 
asiakkaiden terveydestä sekä turvallisuudesta huolehtiminen, sosiaalisten ja eettisten 
asioiden kunnioittaminen yrityksessä ja yhteisössä, sekä yrityksen ympäristöhaittojen 
vähentäminen. Työ keskittyi työntekijöiden terveyteen ja turvallisuuteen. Tarkoituksena oli 
selvittää, kuinka yrityksen vastuullisuus näkyy sen työntekijöille. Responsible Business –
ohjelma on suuressa osassa yrityksessä ja tavoitteena olikin selvittää, kuinka se näkyy 
yksittäisen hotellin tasolla. Tarkoituksena oli myös osoittaa vastuullisen toiminnan tila 
yrityksessä, jotta yritys voisi tarvittaessa kehittää ohjelmaansa hyödyntäen tätä työtä. 
Tutkimusongelmana oli, kuinka yrityksen vastuullinen toiminta ilmenee sen työntekijöille. 
 
Teoreettinen viitekehys pohjautui suurimmaksi osaksi the Rezidor Hotel Groupin Responsible 
Business –ohjelmaan. Yrityksen koulutusmateriaalin ja ohjeiston avulla tuotettiin ymmärrystä 
siitä, kuinka yritys toteuttaa vastuullisen toiminnan ohjelmaansa. Perustietoa yritysten 
sosiaalisesta vastuusta luotiin kirjallisuuden pohjalta. Tutkimusmateriaali kerättiin kyselyn 
avulla. Kysymykset pohjautuivat yrityksen vastuullisen toiminnan ohjelmaan, sekä teoriaan 
yrityksen sosiaalisesta vastuusta. Koska työ keskittyi työntekijöihin, osallistujat olivat 
Radisson Blu Leedsin työntekijöitä. Kerätty materiaali analysoitiin kvalitatiivisilla 
analyysimenetelmillä. Materiaali jaettiin suosituimpien esille tulleiden teemojen mukaan. 
Teemat olivat koulutus, työntekijät, terveydenhuolto ja viestintä. 
 
Tutkimuksen tulokset osoittavat, että moni vastuullisen toiminnan osa-alue suoritetaan 
yrityksessä hyvin. Tulosten perusteella yritys tarjoaa työntekijöilleen kohtuullisen määrän 
koulutusta. Koulutus osoittautuikin selkeästi parhaiten toteutuvaksi osa-alueeksi yrityksessä. 
Toinen osa-alue, jossa yritys on tutkimuksen perusteella onnistunut, on joustavuus, sillä yritys 
tarjoaa joustavat työajat kaikille työntekijöilleen. Tutkimus kuitenkin osoitti, että joillain 
osa-alueilla yritys ei ole onnistunut yhtä hyvin. Tälläinen oli esimerkiksi palautteen 
välittyminen työntekijöiden ja esimiesten välillä. Jotkut osa-alueet, kuten työterveys jakoivat 
osallistujien mielipiteitä. Suurinosa vastaajista ilmoitti, että yritys tarjoaa 
perusterveydenhuollon työntekijöilleen, mutta kuitenkin osa vastaajista oli täysin eri mieltä. 
Tulosten perusteella osa vastuullisen ohjelman alueista suoritetaan yrityksessä hyvin, kun taas 
jotkut alueet saattavat tarvita kehittämistä. 
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This thesis was commissioned by Radisson Blu Leeds. Radisson Blu is a part of the Rezidor Ho-
tel Group, and Radisson Blu Leeds is one of its four star hotels in United Kingdom. The Rezidor 
Hotel Group has had its own Responsible Business programme since 2001. The programme in-
cludes three main areas of responsibility: the health and safety of employees and customers, 
respecting the social and ethical issues in the company and in the community, and reducing 
the company’s negative impact upon the environment. This study focuses on the health and 
safety of employees. It examines how the corporate social responsibility programme of Radis-
son Blu Leeds appears to its employees. Since responsible business is crucial to the Rezidor 
Hotel Group, the purpose was to discover how it appeared at the individual hotel level. This 
research was conducted to provide the company with an analysis of the current state of its 
responsible business programme, and how Radisson Blu Leeds can develop upon this.  
 
The theoretical framework of this work was mainly based on the Rezidor Hotel Group's Re-
sponsible Business programme. The company's Responsible Business training materials and 
guides were used to develop an understanding of how the responsible programme functions 
and also to evaluate the information the company provides the employees with. The main 
framework of corporate social responsibility was drawn up by using several sources. The data 
was collected by survey and the questions for the survey were based on the company’s Re-
sponsible Business programme and theory of corporate social responsibility. The survey was 
submitted to Radisson Blu Leeds' employees for answering. The data collected was analysed 
by using qualitative methods and it was organised into the most popular themes which ap-
peared in the results: training, employees, healthcare and communication. 
 
The results show that many responsible activities in the company are carried out well. The 
results indicate that the company provides a suitable amount of training to its employees and 
training is clearly the area in which the company excels. Another well carried out area is flex-
ibility. The company offers flexible working hours for all employees. However, the results also 
indicate that some areas of the company's responsible behavior could be carried out better, 
such as feedback between employees and managers. The participants disagreed in some are-
as, for example in healthcare. Most of the participants claim that the company provides gen-
eral medical services for its employees while a small amount of the participants seem to think 
the opposite. The results demonstrate that some areas of the company’s responsible business 
programme are carried out well, whereas some areas still need developing.  
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 1 Introduction
 
The theme of this thesis is corporate social responsibility. It is a very current topic and many, 
especially international, companies include corporate social responsibility in their action 
plan. It is the understanding of how the business affects the rest of the world and how its im-
pact can be used in a positive manner for the benefit of the business.   
 
This report deals with the corporate social responsibility in Radisson Blu Leeds. It is made in 
collaboration with the company's employees and their supervisor. The purpose of my work 
was to find out how the corporate social responsibility of Radisson Blu Leeds appears to its 
employees. So, what is the employees’ point of view? 
 
The Idea for this work became clear when I was studying in Leeds in the autumn of 2011. Dur-
ing my exchange in Leeds, I became interested in writing my thesis in England. I discussed 
this idea with my supervisor from Leeds Metropolitan University and she recommended con-
tacting Radisson Blu hotel in Leeds; from there this hotel became the focus of my thesis. I 
chose the subject of the thesis after I had a meeting with the front office manager of Radis-
son Blu Leeds. We discussed a few ideas and I ended up choosing a topic of corporate social 
responsibility. The reason for choosing this topic was clear, Radisson Blu is a part of the Re-
zidor Hotel Group and taking responsibility for both the environment and local community is 
an important part of their broader commitment to sustainable development. Also, I have an 
interest in corporate social responsibility as it's a particularly up to date topic.  
 
During the starting process of this work I had a few meetings with the Front Office manager of 
Radisson Blu Leeds. As corporate social responsibility is a wide subject, the work needed to 
focus onto a narrower topic. After discussions with the Front Office manager we ended up 
focusing the work on Radisson Blu employees, and more specifically on those employees who 
work in the front office. After this, I started to explore how the company implements their 
responsible business programme. The Rezidor hotel group’s magazines and its Responsible 
business programmes helped me conduct my research. After looking into the responsible busi-
ness schemes inside the company, the next step in the process was to choose the research 
methods and data collection. As the aim was find out employees' thoughts on the subject the 
data was collected from the employees of Radisson Blu Leeds. Following this the data was 
analysed and the results were discussed.  
 
The aim of this thesis is to provide a clear view of what corporate social responsibility is and 
especially how it appears to Radisson Blu Leeds’ employees. Firstly, this report will overview 
the background of the work, presenting both the Rezidor hotel group and Radisson Blu Leeds, 
as well as their corporate social responsibility programmes. Following this, the report will 
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discuss corporate social responsibility, what it is, what it includes and why it is important. 
The report will focus on the essential elements of this work such as training, communication, 
and healthcare in the workplace. The next section of the thesis will look at how the responsi-
bility business training is done in Radisson Blu Leeds, before analysing the training given to 
employees as well as training for managers. A discussion of the chosen methods, and data 
collection and analysis will follow. This part of the report goes through what research meth-
ods were chosen for this work and how data was collected and analysed. Finally, the report 
will describe the results of the data collected. It clarify the aims of the data collection, how 
the data collection was done, to whom it was done and the results. The report will finish with 
a look at the results and conclusions of the work. 
 8 
 
2 Radisson Blu Leeds 
 
Radisson Blu is part of the Rezidor Hotel Group, which currently operates more than 230 ho-
tels in Europe, the Middle East and Africa. The other brands in the Rezidor Hotel Group are 
Park Inn Radisson and Hotel Missoni. The Group's majority shareholder is a privately held, 
global hospitality and travel company called Carlson Hotel Group. Together, Carlson and Re-
zidor have hotels in more than 90 different countries. (Radisson Blu 2012.)  
 
The Radisson Blu Leeds is a four- star hotel located in Leeds city centre. The Hotel is housed 
in The Light Complex, close to the main business districts, shopping areas, bars, restaurants 
and train station. There are 107 uniquely designed standard and business class rooms, 9 meet-
ing rooms, a lounge restaurant and a bar. Also, guests receive access to the exclusive Esporta 
Health Club in The Light complex. (Radisson Blu Leeds 2012.)  
 
Hotels play an important role in the tourism industry. The Rezidor Hotel Group hosts over 11 
million guests every year and that is one of the reasons why the company has had their own 
Responsible Business programme since 2001, as well as an environmental programme since 
the mid-1990s, it has also been named by the Ethisphere Institute as one of the "World's Most 
Ethical companies". Within the Responsible Business programme they are dedicated to three 
main areas of responsibility. First, taking responsibility for the health and safety of their em-
ployees and customers; second, respecting social and ethical issues in the company, as well 
as in the community; third, reducing their negative impact on the environment. Their ambi-
tion is to be a good company to work for, stay with and invest in, and to be among the lead-
ers within the tourism industry. For this reason, they take their commitment to being a re-
sponsible business seriously and it is supported by all the Group's factions, including Franchise 
hotels as well as the company's offices. (Rezidor Hotel Group 2012.)  
 
2.1 Yes I Can! –Culture  
 
The Rezidor hotel group says its Yes I Can! -culture is more than a slogan; it's a way of life for 
their staff ensuring their best professional and personal development. It's the attitude of the 
candidates that they look for from their employees and it also drives the company’s special 
customer satisfaction programme. Their commitment is to always offer alternatives. The aim 
of the Yes I Can! -programme is to make their employees work with a positive service attitude 
so that all guests will receive the highest level of service. The company believes the success 
of the company depends on the knowledge, skills, abilities, motivation and dedication of each 
of their employees. (The Rezidor Hotel Group 2012.)  
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The Rezidor hotel group claims that its most important asset is its employees. The attitude of 
the employees is more important than their skills, as their skills can be trained later. The 
company says they offers training for all employees, and that they trust their own people, 
more than 95% of their General Managers have been promoted from within. The company's 
research from 2011 shows some figures regarding their employees. It states that 43% of the 
workforce is female and 57% are male. 74 % of employees are below 40 years of age and 28% 
of the workforce has been working with the company for more than 5 years. The company 
thinks the first step to success is their employees. They aim to offer the best support for em-
ployees by focusing on personal people development and learning. (The Rezidor Hotel Group 
2012.)  
 
2.2 Responsible business programme  
 
Taking responsibility for the environment and the local community has always been a part of 
the Rezidor group’s business strategy. As well as the safety and security of the guests, em-
ployees and property is very important for the company. (The Rezidor Hotel Group 2012.)  
 
The Rezidor Hotel Group is committed to maintaining a high standard of business ethics, hon-
esty and integrity in line with its Responsible Business programme encompassing social, ethi-
cal and environmental responsibility. Their code of ethics contains the rules and guidelines 
for their business conduct and responsibilities, such as respecting law, showing respect for all 
persons, thinking ethically and acting fairly, and thinking of safety at all times. (The Rezidor 
Hotel Group 2012.)  
 
They aim to be a leader of the responsible business in the hospitality industry. Therefore, 
they focus on the areas of the responsibility which best helps them achieve this aim. As men-
tioned, the 3 main areas in their responsibility programme are health and safety of employees 
and guests, respecting social and ethical issues in the company and taking care of the envi-
ronment. (The Rezidor Hotel Group 2012.)  
 
A responsible Business endeavours to capitalise on both top-down and bottom-up approaches 
to ensure maximum engagement and the greatest impact. The Rezidor hotel group has their 
own responsible business training for employees and managers. All employees need to go 
through Living Responsible Business and Leading Responsible Business training modules within 
90 days of joining the company. These classes aim to help participants understand the com-
pany’s impact and how each individual can make a difference in their daily working life. The 
company also has its own responsible business manual as well as an online safety and risk 
management tool. This report will look in more detail at the company's responsible business 
training later. (The Rezidor Hotel Group 2010.)  
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3 Theory of the CSR  
 
Moilanen & Haapanen (2006) say in their research that business is a human activity, because 
the companies do not operate independently without people, they affect people's living envi-
ronment fundamentally. Therefore, companies should have the same ethical principles in 
their business as all other individuals and their communities, their actions need to impact 
positively upon their environment. From these ethical principles comes the need to behave 
responsibly, and this is called Corporate Social Responsibility, CSR.  
 
Corporate social responsibility means taking a responsible attitude. It affects almost every-
thing that an organisation does or deals with. Organisations need to think about their suppli-
ers, their customers, their employees, their local community and the environment. If an or-
ganisation enacts responsible business they must also require it from their suppliers too. They 
must also deal responsibly with customers and suppliers, and treat their employees well. 
When behaving responsibly an organisation should think about the local community in which 
they do their business. Are they involved in the community and should they get involved in it. 
It should also be noted that good relationships with local authorities makes doing business 
easier. (Business Link 2012.)   
 
Corporate social responsibility aims to improve the local community’s well-being through dis-
cretionary business practices and contributions of corporate resources. This can benefit an 
organisation's business in many ways. It can increase sales and market share, change an or-
ganisation's image, and increase the ability to attract, motivate and retain employees. For 
example, employees in organisations with corporate social responsibility program are more 
likely to say they are proud of their company than employees in organisations without corpo-
rate social responsibility program. (Kotler & Lee 2005.)  
 
Rohweder (2004) describes that corporate social responsibility means taking care of employ-
ees’ well-being and on the job skills as well as respecting the culture that they come from 
and their values. An organisation is expected to take care of, for example, any safety issues 
at work, the healthcare, training, equality at work and work motivation. Image 1 illustrates 
what, exactly, the corporate social responsibility for employees includes.  
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Image 1: Corporate social responsibility for employees 
 
Communication is also a key part of the responsible behaviour of a company. It includes in-
ternal communication, managers’ instructions to employees, communication between differ-
ent groups and departments at work and the opportunity to leave feedback. Through good 
communication and training an organization is able to develop its corporate social responsibil-
ity. (Rohweder 2004.)  
 
Corporate social responsibility is an important issue for a business to succeed. Most of the 
companies have their guidelines for a responsible business, but how it really appears in their 
everyday business is different. Responsible behaviour can help organisations do well in the 
long term. Many of the social and environmental problems are caused by organisations and 
therefore organisations are the main bodies that can solve these problems. (Gottschalk 2011.)  
 
After all, corporate social responsibility helps to improve business. When organisation takes 
care of their environment they will waste less energy and therefore save money. CSR gives 
organisations a good reputation and so makes it easier to recruit employees and they also may 
stay longer which mean less recruitment costs. Employees are also more motivated and so 
they are more productive. (Business Link 2012.)  
 
4 Employees well-being  
 
Well-being is key thing to the successful practice of management, but managing well-being is 
not a simple task. When reflecting on their well-being individuals make not just broad as-
sessments about their life generally, but also assess different life facets, as well as reacting 
to events around them. It might not be possible to define well-being in a way that would suit 
everyone. However, there are a few connecting factors such as life satisfaction, the differ-
ence between positive and negative and satisfaction with different life facets. (Dewe & 
Cooper 2012.)  
EQUALITY 
TRAINING MOTIVATION 
SAFETY 
HEALTHCARE 
CORPORATE SOCIAL RESPONSIBILITY FOR 
EMPLOYEES 
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Motivation is a factor which impacts upon the employees’ well-being at work. Huczynski & 
Buchanan (2007) say that by understanding employees’ motivational factors an organisation 
can impact upon employees’ behavior. Motivation includes preferences for particular out-
comes, strength of effort and persistence. An organization needs to understand these factors 
in order to explain employees’ motivation. 
 
4.1 Communication 
 
Communication is the major part of teamwork. Its purpose is to send information clearly and 
concisely, and receive information for example by listening. Communication can be verbal or 
non- verbal. Spoken and written communication is often verbal, while sign language, gestures 
or tone of voice are forms of non- verbal communication. Good communication helps to build 
relationships inside organisations and by using feedback an organisation can provide more ef-
fective communication to its staff members. (Flin, O´Connor & Crichton 2008.)   
 
In the workplace communication goes from one person to the next and that is reason why it 
needs to be clear and concise, otherwise it can cause confusion. People who are communi-
cating with each other need to understand what is said. As important as clear communication 
is that managers in the workplace communicate honestly and only tell the truth. It’s difficult 
to maintain dishonest communication in the workplace because it gets too complicated to 
hold together all of the stories. Often communication is both non-verbal and verbal. Some-
times, a person says one thing but acts in a different way. Therefore it is important that 
when communicating with others people need to be conscious that their non-verbal and ver-
bal messages are in agreement. Also, as previously stated, listening is a very important part 
of communication; poor listening can cause conflicts and make it less effective. (Small Busi-
ness Forum 2011.) 
 
4.2 Employees’ health and safety  
 
Employees have rights and responsibilities for their well-being. Employees have the right to 
work in a safe and healthy environment and employers have the legal obligations to ensure 
this safety in the workplace. Employers need to make sure that risks to employees' health and 
safety are properly controlled. Employers need to provide all personal protective and safety 
equipment free of charge. Employees need to have rest breaks during the working day, to 
have time off from work during the working week, and to have annual paid holidays. Employ-
ees have rights to stop work and leave their work area, without being disciplined, if they have 
reasonable concerns about their safety. It is the employees’ responsibility is to tell their em-
ployer about any health and safety concerns they have. (Directgov 2011.)   
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Like employers, employees have responsibilities too. They need to take reasonable care of 
their own health and safety and not to put other people at risk by what they do or don't do in 
the course of their work. They need to co-operate with their employer, making sure they get 
proper training and that they understand and follow the company's health and safety policies. 
They shouldn't interfere with, or misuse, anything that's been provided for their health, safe-
ty or welfare. (Directgov 2011.)   
 
Safety management in the workplace ensures motivation, education and training that every-
one can recognise and correct hazards. An organisation needs policies to achieve their hazard 
and risk control and principles need to be part of supervisory training. Safety management, 
like promotion of employees’ health, gives benefits to the organisation. One main benefit is 
cost savings, if an organisation ensures their employees safety there will be less injuries and 
illnesses. Safety is a condition of employees and it is as important to the organisation as pro-
duction or cost control. (St John Holt 2010.)  
 
St John Holt (2010) says training is required in order to sustain safety knowledge, especially 
training for new employees. New employees do not know as much as employees who have 
already worked in the company longer and have had time to get familiar with safety issues 
and policies. Also training is required when job conditions change. Safety training must be 
repeated periodically.  
 
4.3 Training and coaching  
 
The purpose of training is to get the best out of people by teaching them. Managers often 
gives the same tasks to the same employees, they often trust employees with easy tasks they 
know will be able to do those and more challenging tasks for more experienced employees. 
While they should do the opposite to help their employees develop and offer their support 
and coach them to success on the tasks. An example of a good opportunity to provide coach-
ing at work is motivating staff, delegating, team working, staff development and team build-
ing. (Whitmore 2009.)  
 
Training improves learning, individual and organizational performances. How much an organi-
sation supports its employees during the training and afterwards impacts upon the results of 
the training. The atmosphere at work can also impact strongly on how much trained employ-
ees use their new skills on the job. It's important that trainees are motivated, since motivat-
ed trainees are more likely to use their new skills on their job after the training process. (Mil-
lar & Stevens 2012.)  
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Training is a good way to develop employees. Successful training also makes the company’s 
business more effective. Trained employees, for example, do not need their supervisors as 
much as they are aware how to do their job. Trained employees will also adjust to the job 
role better. (Management study guide 2012.)  
 
5 Responsible business- training at Radisson Blu  
 
Radisson Blu Leeds is certified as a Leading Responsible Business trainer. The Rezidor Hotel 
Group has their own training programmes for their managers and employees. The managers' 
training programme is 1,5 hours long and called Leading Responsible Business. The employees' 
training programme is 2,5 hours long and called Living Responsible Business. The training ses-
sions used are versatile, instead of just lectures, participants can be part of the training. The 
training includes group activities and uses examples from daily working life. In the training 
the number of participants is 6 to 12 and they are divided into groups of 4 to 6 people. (Lead-
ing Responsible Business 2008.)  
 
5.1 Training for managers  
 
All of the company’s managers complete their training within their first 30 days of employ-
ment. The length of the managers' training programme is about 1,5 hours. The purpose of the 
manager’s training programme is to make managers understand what responsible business is 
and, therefore, make sure they are suitable to lead employees' in the hotel as part of the re-
sponsible business programme. After the training, managers are able to explain what is need-
ed to lead a responsible business and why it is important to the hotel and The Rezidor Hotel 
Group. After training, they are also able to identify the various stakeholders in the responsi-
ble business scheme and how they can meet their stakeholders’ expectations. Before the 
Leading Responsible Business programme all managers need to also complete the Living Re-
sponsible Business programme which is the programme for all employees. (Leading Responsi-
ble Business 2008.)  
 
The first part of a managers' training is the introduction which takes about 10 minutes and 
includes the overview of training and what is expected during the 1.5 hour session. It presents 
the trainer to the group and ensures that all the group members know each other. It also in-
cludes a quiz: “How Responsible Are You?” This quiz includes questions such as what are the 3 
pillars of the Responsible Business programme and how much water is wasted by a running 
tap. The Purpose of the quiz is to find out what the group members already know about re-
sponsible business. (Leading Responsible Business 2008.)  
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The second part of the managers' training is about leading a responsible business. It lasts 
about 75 minutes, includes the managers’ role in responsible business and explains how re-
sponsible business is seen as an asset of the company. It explains why it is a requirement for 
all employees to complete the Living Responsible Business programme and why all managers 
need to complete the Leading Responsible Business programme. This course discusses the so-
cial, ethical and environmental responsibility of the company, and how it is integrated into 
everything that they do. It also teaches groups about business ethics and stakeholders that 
are impacted by Responsible Business. This part of the training involves the participants tak-
ing part by answering questions such as what does Responsible Business mean to you as man-
agers in The Rezidor Hotel Group and what do you believe we want to achieve with employ-
ees. (Leading Responsible Business 2008.)  
 
The last part of the managers' training is the conclusion. It's about 5 minutes long and in-
cludes a summary of all the key points of the training. It offers an opportunity for participants 
to ask their final questions, share their ideas and make any comments. (Leading Responsible 
Business 2008.)  
 
5.2 Training for employees  
 
Like managers, employees also have their own training programme in The Rezidor Hotel 
Group. As discussed earlier, the length of employees' training is about 2,5 hours and every 
new employee should complete it within the first 30 days of employment. Training is broken 
down into four parts and the following chapters will look more deeply into these parts. (Living 
Responsible Business 2008.)  
 
The managers at Radisson Blu need to find out several things before they begin giving their 
Living responsible business training to employees. They need to discuss with the responsible 
business coordinator at the hotel to find out more about how the responsible business is or-
ganised at their hotel and how it is managed. After they know all the important information 
they can start to begin the training. The first part of the training is an Introduction to Living 
Responsible Business and it takes 25 minutes. It shares the objectives and gives the overview 
about what the 2.5 hour training will cover. It also includes individual activities for partici-
pants so that they get know each other. During this section managers are able to find out 
what employees already know about responsible business and are able to explain to them 
what it means to the Rezidor Hotel Group. It also gives an overview to global and local issues 
and what the company has already achieved in regards to its responsible business programme. 
(Living Responsible Business 2008.)  
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The second part of the training session is called Social & Ethical Responsibility. It takes about 
25 minutes and it focuses on people, including guests, employees and the communities in the 
local area where the company operates. It also covers ethical issues, like the respect for hu-
man rights. It includes several group activities which have the purpose of making participants 
think about what the guests’ and communities’ expectations are. This section also allows em-
ployees to discuss their own expectations from their employer and what they and company 
can do to meet these expectations. This part of the training also discusses what the issues are 
surrounding children in responsible business and also helps to explain what the company’s 
corporate charity World Childhood Foundation does and why they work with them. (Living 
Responsible Business 2008.)  
 
The next part of the training focuses on the Environmental Responsibility of the company; it 
is 80 minutes long and discusses some of the main environmental challenges, such as recycling 
and water and energy use. It describes how they contribute, as a hotel and as individuals, by 
making changes to their actions to lessen their impact on the natural environment and human 
health as a result. This section also discusses what action they can take both as an individual 
and as a hotel team to improve their performance regarding the environment. It also includes 
a few group and individual activities. (Living Responsible Business 2008.)  
 
The fourth section of the training is called ‘Changing the world by going to work’. It lasts 
about 30 minutes and involves discussions with participants about what they can do different-
ly. First, they have the opportunity to ask questions and then the trainer does some group 
activities with them, such as asking them to write down 2 things that they believe they can 
do to be socially or ethically responsible and 2 things that they can do to be environmentally 
responsible. (Living Responsible Business. 2008.)  
 
The last section of the employees' responsible business training is the Conclusion. It's a 5 mi-
nute section and includes a summary of the whole training and it gives participants an oppor-
tunity to ask any related questions. (Living Responsible Business 2008.)  
 
6 Employee survey  
 
In the end, the survey turned out to be the best way of collecting responses from employees 
as the busy season at the hotel meant a more detailed interview was not possible. It was the 
main method of collecting responses from the employees in Radisson Blu Leeds.  
 
The aim of the survey was to find answers to the research questions in this thesis. As previ-
ously mentioned, this thesis aims to find out how corporate social responsibility appears to 
the employees in Radisson Blu Leeds. The respondents were front office employees from  
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Radisson Blu Leeds. The questions in the survey are based on the corporate social responsibil-
ity- programme of Radisson Blu Leeds.  
 
This survey had a couple of earlier versions. Since it was meant to be as simple as possible 
and easy for everyone to understand, it required a few trial versions. The trial versions were 
tested on some employees from different companies, mainly from Finland and England. The 
final survey was created based upon the feedback given to these trial versions. (Appendix 1.) 
The survey for the employees of Radisson Blu Leeds was carried out via an internet based sur-
vey. As mentioned, the survey was chosen as a method because of the busy season in the 
company’s business. Therefore, the best way to collect responses was through internet. The 
survey was also anonymous so that it wouldn’t affect the employees’ responses. As some par-
ticipants may not give truthful answers if the survey required their names or other personal 
data. After the trial versions and its processing, the final survey was sent to the front office 
employees of Radisson Blu Leeds.   
 
6.1 The choice of methods 
 
Research is always done with a research method in mind. A key part of the research process is 
the choice of method and its compliance. The choice of method also affects the other parts 
of the study. (Jyväskylän yliopisto 2011.)  
 
Research methods mean concrete data collection and analysis methods or techniques, which 
in turn can be classified as qualitative or quantitative methods. In choosing research methods 
a researcher should think about what materials and techniques will help provide them with 
the best information to analyse. (Mykkänen 2006.)  
 
The aim of this thesis was to examine how employees perceive the company's social responsi-
bility to take place in the Radisson Blu Leeds. The aim was to find out how well the company 
carries out their responsibility programme for their employees. Therefore, the method direc-
tion of the work is a qualitative study.  
 
Qualitative research is a method of research which seeks to understand the quality and fea-
tures of the subject and its meanings in a comprehensive manner. There are many ways to do 
qualitative research. The combining factors are the environment and background of the sub-
ject, purpose and meaning of the subject and language aspects. Qualitative research is the 
opposite of quantitative research, which is instead based on the description and interpreta-
tion of the subject through the use of statistics and numbers. (Jyväskylän yliopisto 2011.)  
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The research material can be very diverse and for this reason there are a lot of different 
methods for the process of data collection. The data collection methods depend upon what 
materials are used in the study. Certain types of data are suitable for certain types of prob-
lems and for certain type of analysis methods. (Jyväskylän yliopisto 2011.)  
 
As previously discussed, the method direction of this work is qualitative research, so the data 
was collected via questionnaire. As the work focuses upon employees, the questionnaire was 
directed for Radisson Blu Leeds' staff members. The theme of the questionnaire was the cor-
porate social responsibility for employees in Radisson Blu Leeds and the questions were based 
on the Rezidor Hotel Groups Responsible Business- training material and the theory of the 
corporate social responsibility.  
 
As mentioned earlier, the research method used for the analysis was a qualitative method and 
the data was analysed by using the questionnaire. The answers have been recorded and notes 
were made. Recorded materials were written open and cleared. After clearing the material it 
was organised into themes. The themes were then the same as in the questionnaire. 
 
6.2 Overview of the survey  
 
The survey for employees of Radisson Blu includes 10 questions and respondents have to an-
swer each of them. The questions are meant to be as simple as possible so that it would be 
easy to answer and so that the responses could be as clear as they were able to be. The num-
ber of participants was rather low, since only five front office employees took a part in the 
survey. Figure 1 demonstrates the structure of the survey. 
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Figure 1: Structure of the survey  
 
The first section of the survey is based on training in the workplace. The aim of this section 
was to find out how much and what kind of training the employees get from the Radisson Blu 
Leeds. The first question was: “Do you feel your workplace provided enough training for you 
before starting the job?” It deals with the amount of training employees receive before they 
start the job. The second question was: “Have you had any on the job training in your work-
place?” is also a part of the training section of the survey. This question aims to find out 
about on the job training in the workplace.  
 
The second section of the survey deals with health and safety at work. The purpose of this 
was to find out what health and safety in Radisson Blu Leeds is like and especially how it is 
experienced by the employees. The third question was: “Do you feel your workplace provides 
enough safety training?” Safety issues are one part of the Rezidor Hotel Group’s Responsibility 
programme and therefore it was important to find out how their employees experienced it. 
The purposes of the next questions are to find out about the health care in the company and 
especially whether the employees think the company provides enough health care, and what 
kind of health care the company does provide.   
 
The third section of the survey deals with the communication in the workplace. The aim of 
this section was to find out how employees in Radisson Blu Leeds communicate inside the 
company. The questions of this section focused on who the employees communicate with in 
 20 
the workplace and how often, as well as how often employees of Radisson Blu Leeds have the 
opportunity to give feedback about different departments.  
 
The fourth section of the survey aims to find out about the flexibility at work and the em-
ployees motivational factors. The purpose of this section was to investigate what kind of flex-
ibility Radisson Blu Leeds offers their employees and what are the motivational factors for its 
employees. The first question of this section was meant to clarify what kind of flexibility the 
company offers its employees. The second question deals with the employees motivating fac-
tors, it aims to find out what are the factors which motivate employees in the workplace. The 
last section of the survey was equality and fairness in the workplace, the purpose of this was 
to find out how the participants felt about the equality between employees inside the com-
pany. 
 
Based on the results of the survey, training and safety training are the best accomplished sec-
tions of the company’s corporate social responsibility. Figure 2 shows how participants’ opin-
ions were divided.  
 
 
 
Figure 2: The best carried out areas of corporate social responsibility based on the employ-
ees’ survey  
 
The results of the training were pretty conclusive and show that most of the respondents 
think the workplace provides enough training before they started their job. However, not all 
of the employees agree with this since a small amount of respondents say their workplace 
does not provide enough training. The conclusion is that some of the employees feel differ-
ently about the training before the start of the job than other employees. All the respondents 
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say that they have had on the job training during their career in the company. This gives us a 
clear conclusion: that even if all the employees feel that they do not get enough training be-
fore starting the job, they all agree they do get some training during the job. Therefore, the 
company seems to provide training on different levels. However, the question still leaves the 
possibility that the employees still might feel they might need more training. 
 
As discussed earlier, all the respondents are working as front office staff and therefore have 
very similar roles in their jobs. The reasons why there are two different answers for this ques-
tion could be, for example, that employees have started their jobs for Radisson Blu in differ-
ent years, that some employees feels they need more training than others, that some em-
ployees already have more experience when starting the job, or that the company might treat 
their employees differently. 
 
Based on the results of the survey we can also conclude that all the company's employees 
questioned are satisfied with the safety training provided and the information given. The re-
sponses of health care at work were very divergent. Half of the respondents think the compa-
ny provides health care its employees, while others think it does not provide any health care 
or were unsure about the health care provided. General medical service was mentioned as 
the main health care option. Also, some of the other options were mentioned, such as infor-
mation provided about a healthy lifestyle and also recreational days. Respondents mentioned 
that the company provides some other form of health care than the options in the question-
naire. It seems that the company probably does not give enough information about the health 
care they provide to the employees, which, you could argue, shows that there could be better 
communication between the company and its employees. 
 
Communication divided participants’ opinions, the answers given to some of the questions 
show consistency among the participants, whereas on the other answers there are clear 
anomalies. Most of the respondents said they communicate with their manager every day, 
while a small amount said they never communicate with their manager. Also, the clients and 
suppliers options divided opinions. Most of the participants said they communicate with the 
clients every day, while again small amount said they never communicate with the clients. 
While the communication with suppliers divided opinions the other way around, with some 
participants claiming they communicate every day with the suppliers and most of the partici-
pants said they never communicate with them. 
 
However, as mentioned earlier, many of the responses were very consistent. All the partici-
pants said they communicate with their supervisors, other employees and customers every 
day. As well as this they all agreed they never communicate with other stakeholders. The 
reason for these differences is likely to be the employees' different duties. Clearly, some of 
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the employees work closer with their managers and the clients, while other employees’ du-
ties are mainly focused on the customers and therefore they communicate more with their 
supervisors, clients and other employees.  
 
Feedback divided the respondents’ answers more than the other questions. Figure 3 demon-
strates these opinions, showing which group employees mostly have the opportunity to give 
feedback. 
 
 
 
Figure 3: Who employees mostly give feedback  
 
Half of the participants say they have the opportunity to leave feedback to their managers 
every week. While some of them say they have the opportunity to leave feedback every day 
and some say they never have the opportunity to give feedback to managers. Opinions about 
giving feedback to supervisors were more coherent with a small amount of respondents saying 
they give feedback to their supervisors every day, while most of them say they give feedback 
to this group weekly. One quarter of the participants says they give feedback to other em-
ployees every day while another quarter chose only the monthly option. However, half of the 
participants agreed that they have the opportunity to give feedback to other employees every 
week. The options for customers and clients collected the same results, with most of the par-
ticipants saying they give feedback to these options every week and only some of them saying 
every day. The question for suppliers brought about the most obvious differences in respons-
es, with half of respondents saying they have the opportunity to give feedback daily, while 
the other half said they never have this opportunity. These results may be explained by the 
employees’ different duties, as with the previous question. Some of the participants seem 
clearly to communicate more with their managers and suppliers than others and, therefore, 
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have the opportunity to leave feedback more often. Overall, being able to leave feedback on 
a weekly basis seems to be the most popular of the options. 
 
Based on the survey, Radisson Blu Leeds offers flexible working hours to its employees. Also, 
half of the participants say they have opportunity to work part-time or full time, as well as 
the opportunity to decide when to take breaks. Based on this, the company seems to offer a 
fair amount of flexibility to its employees. A good working environment is the main motivat-
ing factor. Figure 4 shows the main motivating factors. 
 
 
 
Figure 4: Motivating factors  
 
The main motivating factors for the respondents of the questionnaire were also training, 
team working, financial rewards and receiving praise. A small amount of the respondents say 
attention from managers, promotions, social events, more responsibility and results motivate 
as well. This clearly shows that the participants care more about the environment at their 
workplace, positive feedback and a good salary, than time off or individual working. One of 
the main motivating factors also seems to be training, which Radisson Blu Leeds seems to 
provide well enough, particularly when analysed in conjunction with the training section of 
this survey.  
 
The survey shows that the most of the participants thinks that the workplace has equality and 
fairness between the employees. However, there is a slight difference of opinion between 
some of the employees’ responses, with small amount of participants thinking the company 
nearly has the equality and fairness between its employees.  
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6.3 Data analysing of the survey  
 
The basic method of qualitative analysis is dividing the data into themes. Themes are usually 
those which appear the most in the collected data. (Jyväskylän yliopisto 2011.) Figure 5 
demonstrates the most popular themes from the survey. 
 
 
 
Figure 5: Themes from the survey  
 
The data was analysed by the most popular themes. The theme of training made many ap-
pearances during the survey. Most of the participants claim the company provides enough 
safety training before starting the job. There are three main types of training that occur 
while analysing the data, these are pre-employment training, on the job training and safety 
training. Most of the respondents say they have had enough training before starting their job. 
However, there was still a small group who think that the training the company provides be-
fore starting the job is not enough for them. Participants say they all have had some kind of 
on the job training during their career in the company. As well this, all employees think they 
have had enough safety training. Training also appears as a motivating factor in the survey. 
Most of the employees mentioned that training is one of the main motivating factors for them 
at work. Based on these responses the company seems to provide enough training for their 
employees. Providing training will also benefit them as a good company for employees, based 
on the results of the motivating factors part of the questionnaire. 
 
Another theme which appears from the data is employees. When asking about communication 
in the company, all participants say they communicate with other employees every day. Also 
equality between employees in the company seems to be good, however a small amount of  
 25 
 
the participants say the company does not have a good equality between employees. A good 
working environment was mentioned as a motivating factor by all participants. As well as this, 
team working was a motivating factor. The results also provided conflicting answers regarding 
the employees’ feedback. Only some of the employees say they have the opportunity to leave 
feedback to each other every day. This can be seen as a confusing result since employees 
communicate with each other every day. 
 
Healthcare is one of the popular themes of the survey alongside training and employees. Most 
of the participants say the company provides general medical services. There are still some 
dissenting opinions, as a small amount of participants say the company does not provide gen-
eral medical services. Also, some of the participants mentioned that the company provides 
recreational days and information of the healthy lifestyle. Half of the participants believe the 
healthcare provided is adequate while one quarter say there's no healthcare in the company. 
Clearly the healthcare theme divides opinions between employees. 
 
The fourth most mentioned theme is communication. Participants say they all communicate 
with employees, supervisors and customers every day. Most of them also communicate with 
managers and clients every day. Even if the participants communicate with the employees, 
the supervisors and the customers every day, only some of them say they can leave feedback 
daily. This, on the other hand divides the opinions, as some of the participants say they never 
communicate with the managers or the clients. All the participants agree they never com-
municate with the other stakeholders and following this they do not have the opportunity to 
leave feedback for them. As mentioned earlier, the working environment appears to be the 
main motivating factor at work, also team work motivates participants. As the participants 
communicate with the employees and supervisors daily, there does seem to be daily team 
working inside the company. 
 
7 Results of the survey  
 
Based upon the survey of the front office employees, Radisson Blu Leeds seems to carry out 
its employee based responsibility pretty well. Results of the survey shows Radisson Blu Leeds 
provides enough training for its employees. However, there was still a small amount of partic-
ipants who think the training that is provided is not enough. This may be explained by the 
tasks of the employees, if employees carry out different tasks they might get different 
amounts of training. Another explanation could be that the employees have different learning 
skills, some of them might need more training or a different kind of training. As we looked at 
earlier Radisson Blu Leeds provides the same amount of training for all employees, and it’s 
done in the same time frame. Also Millar & Stevens (2012) says how organisations support 
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their employees during and after the training impacts upon the results of the training, as well 
as the atmosphere at work. Therefore, the company might need to develop in these areas of 
their training. 
 
Training is clearly the area which is carried out the best by the company. As well as this, 
communication between employees, supervisors and customers all work well enough. All par-
ticipants say they communicate with other employees every day, also they communicate with 
the supervisors and customers. As discussed, the main motivating factor of the respondents is 
a good working environment and team work. Based on the data showing daily communications 
there is probably team working between employees. However, it is not apparent from the 
survey whether the working environment in the company is good. However, based on the 
amount of the communication it may be. On the other hand, the level of the feedback does 
not seem to be very good comparing it to the level of communication. Only one quarter say 
they have the opportunity to leave feedback daily to their supervisors and other employees. 
There were slight differences in the responses in the communication section. Some of the re-
sponses show that not all employees have the opportunity to leave feedback for some groups, 
such as managers, suppliers and stakeholders. For example, all participants said they never 
had the opportunity to leave feedback to other stakeholders. This could be explained by the 
duties employees carry out since these same participants also said they don’t communicate 
with the stakeholders. Therefore the results of the questionnaire do correlate with each oth-
er. As mentioned earlier, Flin et al. (2008) argues that a major part of teamwork is communi-
cation. The purpose of the communication is to send clear information and receive infor-
mation. Based on this and the results, the opportunity to leave feedback should be easier for 
employees. 
 
Another well carried out area in the company seems to be the flexibility in the workplace. 
Based on the survey the company offers flexible working hours for all employees, as well as 
some part or full time work opportunities and employees can also decide when to have their 
breaks. 
 
Healthcare divided the participants’ opinions. Most of the participants say the company pro-
vides general medical services for its employees while a small amount of the participants 
think the opposite, saying there are no general medical services for the employees. Half of 
the participants believed the provided healthcare is adequate while one quarter says the 
company does not provide healthcare. As you can see there is a large divergence between the 
results. The companies in the UK do not need to provide general medical services for their 
employees however it would be good for Radisson Blu Leeds to find out why there are such 
anomalies in these results. As mentioned, Directgov (2011) says employers need to provide a 
safe and healthy working environment to their employees. As per the results, all participants  
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say Radisson Blu Leeds provides enough safety training. For this reason it can be deduced that 
the basic safety in the company is good. 
 
These results show that some areas of the company’s responsible business programme for its 
employees is carried out well and that some areas might need some developing or change. 
The amount of participants may also affect the results, as only a proportion of the front of-
fice employees took part of this survey. Therefore the results may have been different if this 
survey would be repeated for all the front office employees. Also the time of year in which 
the survey was done could of affected the results, since it was busy season in the company 
and employees may have completed the survey in a rush. 
 
In any form of research there are always things that the researcher would have done differ-
ently following the results of their findings. If there was a repeat of the research it would be 
interesting to see the responses of the participants regarding their key motivating factors, 
such as flexible working hours, healthcare and communication. If questions in these areas 
were included it would have provided a better overview of the employees’ motivation to work 
in the Radisson Blu, Leeds. 
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8 Conclusions  
 
Based on the employee survey and the Rezidor Hotel Group’s own material which was used in 
this thesis, the Radisson Blu Leeds seems to conduct their employee responsibility pretty well 
overall. The biggest part of their responsibility programme appears to be shown in their 
commitment to their employees. However, there are still some areas that the company could 
develop, such as health care. As discussed earlier, it might only be an information problem 
for employees but it could be a good idea for the company to look into this in more detail.  
 
The current state of the corporate social responsibility in Radisson Blu Leeds appears to be 
significant. The company carries out their own responsibility programs for managers and em-
ployees. Each member of the company goes through training before starting their job. To con-
firm this, three quarters of the respondents of the survey indicated that the company pro-
vides enough training before starting the job. Also, each respondent has had some training 
during their career in the company. Training was also mentioned as one of the main motivat-
ing factors for the majority of employees at work. All participants agreed that they have had 
enough safety training. Therefore the company has had success in this area, as employees’ 
health and safety is one main areas of the company’s responsible programme.  
 
After all, the results of the survey were compatible with the company's values and responsible 
programs. The company’s responsible behaviour appears to their employees in their everyday 
working life. Based on the survey, communication between employees, supervisors and cus-
tomers is very good and this is one factor which proves that the company does act responsi-
bly. 
 
The purpose of this work was to find out how the corporate social responsibility of Radisson 
Blu Leeds appears to its employees and to find out its employees opinions on the responsible 
business. The employees’ point of view was discovered through the survey. The survey is reli-
able since the participants are the employees of Radisson Blu Leeds. However, not all of the 
employees took part in the survey and therefore there is a possibility that the results would 
be different if there would be more participants. After all, as we have discussed the aim of 
this thesis was to find out if the responsible acts of Radisson Blu Leeds appears to its employ-
ees, and based upon the results the company’s responsibility it seems to appear to its em-
ployees well. Some areas clearly appear better, like training and communication. While some 
other areas, like health care do not appear so well, since there was a large difference be-
tween the responses. In conclusion, Radisson Blu Leeds could pay more attention to providing 
information to their employees regarding health care and feedback methods and opportuni-
ties. 
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 Appendix 1 
Appendix 1 Employee survey 
 
EMPLOYEES WELL-BEING AT WORK 
 
I'm Hospitality Management student from Helsinki. I'm writing my thesis about Corporate So-
cial Responsibility for employees and this survey work as a part of my thesis. 
 
All responses are anonymous and results will be used only in my thesis. The survey should take 
approximately 5 minutes and the questions are multiple choice questions. 
 
TRAINING 
 
Do you feel your workplace provided enough training for you before starting the job? 
 
Have you had any on the job training in your workplace? 
 
HEALTH AND SAFETY 
 
Do you feel your workplace provide enough safety training? 
 
Do you feel that health care at your work place is adequate? 
 
Which of the following benefits is included in your workplace's health care? 
 
General medical services, Dental care, Optician services, Fitness or gym facilities, Support for 
personal and working life situations, Support for stress prevention and treatment, Information 
of healthy lifestyle, Regular health checks, Recreational days, None of the above  
 
COMMUNICATION 
 
Who do you communicate with in your workplace, and how often? (select as many answers as 
necessary) 
 
To managers, to supervisors, to other employees, to customers, to clients, to suppliers, to 
other stakeholders / Daily, weekly, monthly, never 
 
How often do you get the opportunity to give feedback for the following persons? (select an 
answer for each option) 
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To managers, to supervisors, to other employees, to customers, to clients, to suppliers, to 
other stakeholders/ Daily, weekly, monthly, few times a year, never. 
 
FLEXIBILITY AT WORK AND MOTIVATIONAL FACTORS 
 
How much flexibility is there in your workplace? (Choose as many answers as appropriate) 
 
Flexible working hours, opportunity for part-time work, opportunity for full time work, oppor-
tunity to decide when to take breaks, part-year work, opportunity work from home/ tele-
work, none of above options. 
 
What are the main motivating factors for you at work? (select as many boxes as necessary) 
 
Attention from managers, training, good work environment, promotions, team working, indi-
vidual working, social events, time off, more responsibility, financial rewards, praise, results, 
none of these 
 
EQUALITY IN WORK 
 
Do you feel that your workplace have good equality and fairness between employees? 
 
